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Abstract 
Measuring social impact of social enterprises has become a ‘search for the holy grail’. 
This paper offers an underexplored perspective of social impact assessment by integrating 
clients’ evaluation of the impact of the program. Drawing on the literature of ‘met expectations’, 
we investigate the personal and social impact, beyond job placement, of job-training and skills-
building programs provided by a Canadian social enterprise from the perspective of the clients. 
Utilizing data from a pre-test/post-test quasi-experiment, we assess the differences, between 
program participants as compared to a control group of nonparticipants, on several measures. 
Findings illuminate the gap between expectations and actual experiences, and point to 
the importance of integrating the clients’ perspective. Such measures enable leaders of social 
enterprises to account for the often neglected intangibles of their social missions. 
Keywords: met expectations, social enterprise, client perspective, social impact 
Introduction 
Measuring social impact of social enterprises has become a ‘search for the holy grail’ in 
the last decade or so (Gibbon and Dey, 2011; Mook and Quarter, 2006). This search remains 
incomplete and requires further research (Mulgan, 2010; Ryan and Lyne, 2008). Our goal is not 
to propose yet another state-of-the-art tool for measuring social impact, but to offer an 
underexplored perspective in assessing the impact of social enterprises. Specifically, we 
emphasize the importance of measuring the subjective assessment of the expectations and 
outcome experiences of the clients that social enterprises are serving (Ferguson and Islam, 
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2008). Integrating clients’ views about the impact of the services provided by social enterprises 
is important because it legitimizes the social goal of the social enterprises.  
To achieve this goal, we study the expectations and experiences of clients, who 
expressed an interest in enrolling in job-training programs at a Canadian social enterprise (SE). 
These clients, largely unemployed or underemployed immigrants, are looking for programs that 
provide them the opportunity to improve their job skills, work experience, and ultimately assist 
them enter the labour market in Canada. In this quasi-experimental study we use a pre-
test/post-test control group design, in which two groups of participants are compared; one group 
receives a job-training and skills-building intervention provided by the SE, and the other group 
does not. Understanding the social impact of a training program targeted to immigrants from 
their perspective, is important, since many countries that rely on immigrants to sustain their 
economic growth and mitigate shortages of skilled workers (Kustec, 2012) are also keen that 
they are well integrated at both the economically and socially.  
Our study draws from two distinct, but related, literatures on met expectations, which is 
the difference between what one expects and what one experiences. The theory of met 
expectations is used here as one lens to capture the subjective views of clients receiving 
services from social enterprises. This perspective has been largely underexplored in previous 
research on impact evaluation of SEs, hence our choice.  
Originally, the issue of met expectations was elaborated in the field of organizational 
psychology, investigating the congruence between pre-job expectations and subsequent job 
experiences (e.g. Porter and Steers, 1973; Wanous et al., 1992). Recent studies have applied 
this concept to immigrants’ pre-migration expectations and compared them with subsequent 
experiences in the host country (e.g. Caligiuri et al., 2001; Mähönen et al., 2013). We combine 
these two literatures to focus on the expectations and experiences of an immigrant-dominated 
population participating in a job-training and skills-building program offered by a Canadian SE.  
The goals of the study are threefold: (1) to investigate the social impact of job-training 
and skills-building programs provided by a Canadian social enterprise (SE) from the subjective 
perspective of the clients; (2) to assess the differences in (met) expectations of program 
participants compared to a control group of candidates who did not take part in the training 
program; and (3) to examine measures of immigrants’ wellbeing and social capital post training.  
The paper is structured as follows: First, we define relevant concepts and review the 
literature on social enterprises and immigrants’ acculturation into the host society. Second, the 
methods section describes the sample characteristics, as well as data collection and data 
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analytic procedures. Finally, we present research findings and conclude with a discussion of 
these findings, their practical implications, and the study’s limitations.  
Literature Review 
Social enterprises 
A social enterprise is defined as a business operation that not only attempts to make 
profit for its owners through selling a product or service to consumers, but, equally important, it 
also serves a meaningful social purpose (Ridley-Duff and Bull, 2011). The social purpose varies 
and may include objectives such as employing people with disabilities or persons on the 
margins of the workforce, or promoting sustainable and environmental-friendly products.  
The social purpose of the SE under study is workforce integration of a marginalized and 
underemployed immigrant-dominated population by providing this population with specific job-
training and skills-building programs. In the last decade or so, there is growing evidence in the 
field (and consequently in the academic literature) of the remarkable rise of social enterprises 
(Ridley-Duff and Bull, 2011), with work integration as a distinct area that has received attention 
(Borgaza, 1996; Spear and Bidet, 2005).  
In this paper we define social enterprise as follows1. It is an enterprise that does not 
have as its primary goal to maximize the return on an investment, but to achieve a social goal; 
the organization prioritizes its social objectives, while breaking even (or even making a profit) 
through the sale of services is subsumed in the organization’s overall social purpose (Quarter et 
al., 2014). The profit-making Canadian social enterprise (SE) that we study provides training 
services for its clients to develop their skills and augment their earning capacity and eventual 
entry into the labor market, as well as to enhance their well-being and integration into Canadian 
society. 
The social impact of social enterprises 
Studies on social enterprises range from normative, effectiveness, and organizational 
perspectives (e.g. Gidron and Hasenfeld, 2012). However, the impact that social enterprises 
have had on their clients’ wellbeing from clients’ perspective is often absent. We emphasize the 
importance of integrating clients’ subjective views on the effectiveness and impact of services 
provided by social enterprises because it gives attention and reinforcement to the social mission 
of the social enterprise.  
                                               
1 This form of business enterprise goes by other labels such as social business, social purpose business, or social purpose 
enterprise. 
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For example, the number of clients, who find paid employment after training graduation 
is significant and often the most cited measurable output in the case of a social enterprise 
providing skills education and job-training to help an immigrant-dominated population integrate 
into the labor market. This metric, however, does not include any behavioural and attitudinal 
benefits that the social enterprise’s programs might provide in terms of wellbeing, social capital, 
knowledge and self-esteem. Therefore, it is necessary to go one step further: we include the 
social enterprise’s impact on its client population utilizing their subjective assessments on their 
social capital, self-efficacy, and quality of life to account for other impacts the social enterprise’s 
might have. Social enterprises can augment their outcomes by noting that clients enjoy other 
benefits of their trainings, irrespective of whether they are successful in gaining entry to the 
labour market. Participants’ subjective assessment of program outcomes as compared to their 
pre-training expectations, and other potential behavioural and attitudinal benefits would provide 
insight into such benefits.  
In this paper we therefore investigate other benefits accrue to the participants following 
graduation in job-training and skills-building programs at a social enterprise. Ultimately, 
incorporating clients’ subjective assessments gives us a more holistic view, as well as 
incorporating the core mission of the social enterprise into their evaluation (Diener et al., 1997) 
Met expectations 
The theory of met expectations stems originally from the field of organizational 
psychology, where it was developed in the study of job satisfaction. It was argued that a large 
congruence between job expectations prior to starting a job, and actual experiences once on the 
job, leads to a greater job satisfaction after starting the job (Porter and Steers, 1973; Wanous et 
al., 1992). In this context, met expectations can be defined as “the difference between what one 
expects on the job and what one experiences” (Wotruba and Tyagi, 1991, p. 24). The extent to 
which individuals perceive their particular expectations to be met might vary rather 
systematically. When an individual’s expectations are not met, job dissatisfaction is likely to 
occur, which often increases the propensity to leave (Major et al., 1995). Thus, it is the 
comparison between expectations and experience—not either one alone—that influences one’s 
satisfaction with the job and ultimately their inclination to quit a job or stay. 
(Un-) Met expectations are ubiquitous and can also be found outside the job market. The 
immigration literature, for example, deals with issues of met and unmet expectations in the 
context of people’s relocation from one country to another. Immigrants face a variety of 
challenges when making an effort to settle in and adapt to the new country. Among them are: 
language acquisition, access to the labor market, health care and settlement services, or job-
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training programs (Aycan and Berry, 1996; Derose et al., 2009; Li, 2000; Walk et al., 2014; 
Zietsma, 2007). Research suggests that unmet expectations are less likely to occur, if 
immigrants have more accurate and realistic expectations about the level of difficulty that they 
might encounter in the new environment. If expectations prior to migration are realistic, 
immigrants tend to adapt better to the host society (Caligiuri et al., 2001). Unfortunately, when 
immigrants’ expectations tend to be unrealistic, indicating a mismatch between expectations 
and actual experiences, there is greater dissatisfaction with the host country (Rogers and Ward, 
1993), higher levels of stress (Negy et al., 2009), and depression or anxiety (Misra and Kilroy, 
1992) among immigrants.  
For example, studying Hispanic immigrants to the United States, Negy and colleagues 
(2009) compared immigrants’ recalled expectations prior to migration with the actual 
experiences post migration and whether discrepancies between expectations and experiences 
predicted acculturative stress. They found that immigrants whose expectations were unmet 
experienced significantly more acculturative stress, especially in areas of community safety and 
racism, compared to those whose experiences exceeded their expectations.  
Looking at the relationship between pre-migration expectations and post-migration 
experiences of immigrants from Russia to Finland, Mähönen and colleagues (2013) found that 
the more actual experiences exceeded the expectations, the better were immigrants’ life 
satisfaction and general mood. Similarly, Houle and Schellenberg (2010) found that younger 
immigrants to Canada tend to assess their lives more positively compared to older immigrants, 
and those with higher levels of education are less likely to be satisfied with their lives in Canada 
compared to immigrants with lower educational attainment due to higher expectations among 
the older and less educated immigrants. Overall, research on immigrants’ expectations and 
subsequent experiences is limited (Houle and Schellenberg, 2010; Mähönen et al., 2013; Negy 
et al., 2009). 
 Skills enhancing and job-related trainings relevant to the host country are often 
advertised as necessary in order to obtain jobs by immigrants, especially when their work 
experience and education credentials are not easily transferable to the host country. The 
general expectation of such trainings is that trainees will ultimately find an appropriate job in the 
labor market based on the training they were given. Whether this expectation is met or not may 
influence their satisfaction with the trainings. However, their expectations often may not take 
into account other benefits that may be generated by the trainings.  
If, in addition to finding work in the labor market, there are other outcomes on overall 
wellbeing generated from the training provided by SEs, it is necessary to document these 
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outcome variables prior to these trainings in order to assess the impacts of the trainings after 
having received these trainings.  
If all benefits of trainings are accounted for, as this research aims to do, it will add to the 
literature on the social impact of social enterprises, particularly those focusing on immigrant 
integration through work related trainings. It also informs the literature on immigrants’ integration 
experiences after moving to Canada. 
Methods 
Our inquiry on client expectations in job training and skills-building program is carried out 
intentionally within a social enterprise setting. We use a pre-test/post-test control group quasi-
experimental design, in which two groups of non-randomly assigned subjects are compared; 
one group receives a treatment and the other does not. A sample was drawn from an 
immigrant-dominated population of job-seeking individuals in Canada who attended weekly 
information sessions on a job-training and skills-building programs offered at the studied SE (a 
description follows below). From this population of info session attendees, some were admitted 
and enrolled in the programs (the quasi-experimental group) and others were not admitted or 
did not enrol (the control group). We collected follow-up data from both groups at time of 
program completion, approximately six months after baseline measures were collected. 
Furthermore, focus groups were conducted about 12 months and in-depth qualitative interviews 
were conducted about to 18 months later to document if further changes occurred.  
The Case Setting: 
The research took place in a Toronto-based SE focusing on work integration, mainly 
serving an immigrant-dominated clientele. It was established in 2008 as part of a nonprofit 
organization dedicated to the advancement and empowerment of immigrants through access to 
employment in Canada.2 Most of the program revenues stemmed from third party contracts with 
local and provincial government bodies such as the City of Toronto and the Ontario Ministry of 
Citizenship and Immigration. To supplement contract revenues, additional income was obtained 
from fee-paying participants, from corporate sponsors, and from individual donors. Donations 
were primarily allocated towards funding scholarships and bursaries.  
                                               
2 The SE was originally founded as a women-led and women-oriented organization. However, since 2005, the SE has expended its 
scope, serving all unemployed individuals, men and women, immigrants and non-immigrants, with the majority (83% in 2012) of the 
clientele still being immigrant women. The SE lays importance to culturally sensitive programs; its staff and board members speak 
16 different languages and represent various ethnic, cultural and religious orientations. The SE aids as many as 3,200 Canadians 
annually.  
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Similar to other work integration social enterprises (e.g., Spear and Bidet, 2005), the 
studied SE offers training and diplomas for a variety of job-related topics, such as office 
administration, computerized accounting, and medical reception, while integrating employment 
practice into the training. The training programs take six months to complete (600 hours of 
teaching and practice), and it includes hands-on workshops and personal instruction in an 
environment that mirrors a professional work setting. Graduates can choose to participate in a 
six-weeks unpaid internship, where they gain additional practical experience and can apply the 
skills learned during the training program. In addition, they are eligible for a support program for 
six-months after graduation where assistance is provided by in-house counsellors regarding job 
search and job maintenance. 
Potential training participants face various barriers when considering program enrolment 
such as language, cost of childcare, and transportation. Legal immigrant status can also be a 
barrier, especially for refugees who need to have a work permit before enrolling in training 
programs. To overcome barriers, some accommodations are made such as part-time, evening 
or weekend programs are provided, thereby allowing participants the flexibility to attend the 
training while working or fulfilling family and child care responsibilities. 
 From the supply side, there is the limited availability of government-funded seats, which 
limits access. The local government contracts with SE to cover the costs of 80-90 individuals 
annually, while in an average year, over 500 applicants express interest. Admission to the 
training is then provided to others if they can cover the costs of the program themselves; thus 
fees are often a potential hardship or a deterrent for many who cannot afford them. 
Respondent Recruitment and Data Collection 
Open information sessions for potential clients are held weekly, following which clients 
decide whether or not to enrol in a training program. Upon enrolment clients must meet certain 
eligibility criteria set by the SE, some of which are mandated by government regulations. Criteria 
include, participants to be 18 years or older, have a legal residence status, English language 
proficiency, basic computer literacy, and a high school diploma or equivalent. To determine 
meeting these eligibility criteria and evaluate potential job readiness and employability, potential 
students must undertake English, math, and computer literacy assessments, and attend an 
interview with SE’s counsellors. An admissions team makes the final decision for enrolment, 
since demand constantly exceeds supply. For those admitted, selection to the different trainings 
is done by the SE based on the clients’ preferences and abilities.  
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SE’s staff facilitated our recruitment efforts and data collection in two phases. Phase I 
was carried out during information sessions. All attendees were asked to fill out an additional 
short survey, on a voluntary basis, with social and behavioral questions about their well being, 
social integration in Canada, and outcome expectation (assuming they will be accepted into the 
training program). The survey was completed at the information session before individuals had 
decided whether or not to apply to the training program and before SE’s decisions were made 
whether an applicant would be admitted to the program. All candidates attending the information 
sessions also provided data on demographics, employment, and education information; the SE 
independent of our research routinely collects this. It was accessible to us after the data was de-
identified. Out of 1205 individuals who attended information sessions between December 2010 
and December 2012, 718 agreed to fill out the research survey, resulting in 60% response rate. 
Phase II of data collection was carried out in classrooms during the last week of the 
training program for participants and over the phone / email (for non-participants). Data were 
particularly difficult to collect from non-participants. Matched follow up post-intervention surveys 
are available for a total of 80 participants and non-participants. While the sample is small, 
analysis of non-respondents reveal no difference from follow-up survey respondents, thus, the 
sample is representative of the study population.  
Our dataset is comprised of both administrative and survey data using matched unique 
identifiers. We report only reliable matched cases for which administrative, baseline, and follow 
up data were available.  
Variables 
We were interested to examine to what extent, if at all, program participation had an 
effect on behavioural and attitudinal measures known to be significant for immigrants’ 
integration into a host society. These measures include self-efficacy, social capital, volunteering 
and quality of life. We further assessed program satisfaction by asking individuals about their 
outcome expectations in the pre-training phase, and about program experiences (evaluation) in 
the post-training phase.  
1) Expectations and Experiences were assessed using an adapted version of the 
Mental Health Statistics Improvement Program (MHSIP) mental health report card. This 
measure is a client-oriented instrument that reflects the perspective of the respondent and has 
been used in pre and post settings (Teague et al., 1997). The measure was initially developed 
for a mental health population to assess the performance of a mental health system and 
consumer satisfaction with received services. We used 11 of the initial items that measure 
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outcome expectations of received services (e.g. “I will deal more effectively with daily 
problems”). To reflect the specifics of this study, three additional items were developed (e.g. I 
will find a job). Response options were on a 5-point Likert-scale ranging from ‘strongly disagree’ 
to ‘strongly agree’ with an additional answer category ‘not applicable’.  
As recommended by Allison (2010), we utilized dummy variable adjustment to account 
for the ‘not applicable’ option where the mean of the remaining variables were plugged in. Items 
were slightly changed in wording between baseline and follow up (e.g. I will feel more at home 
in Canada => I feel more at home in Canada). Internal consistency as assessed through 
Cronbach’s alpha was high at both baseline (α =.90) and follow up (α =.88). 
2) Social capital is defined as “the resources available to actors as a function of their 
location in the structure of their social relations” (Adler and Kwon, 2002, p. 18). Social relations 
are positively related to subjective well being among the general and the immigrant population 
(Helliwell and Putnam, 2004). For instance, Chow (2007) finds that satisfaction is positively 
correlated with friendships among Hong Kong adolescent immigrants to Canada. Similarly, 
Houle and Schellenberg (2010) detect a negative relationship between satisfaction with life in 
Canada and having little or no contact with friends. Those who report positive contact with 
neighbors and friends and those participating in religious services see their lives in the host 
country more positively. For recent immigrants to Canada, having friends increases the 
likelihood of finding a job and they tend to find employment through friends (Nakhaie and 
Kazemipur, 2012).  
We measured Social Capital using the Social Capital Community Benchmark Survey 
(SCCBS), based on Robert Putnam’s theoretical construct of social capital (Roper Center, 
2000). Out of ten social capital indices initially developed, we used six indices – electoral 
politics, protest politics, civic leadership, faith-based engagement, diversity of friendships and 
charitable behaviors – using two items each for a total of twelve items. Responses were 
originally given in a 5-point ordinal scale, ranging from never to weekly. Analysis for internal 
consistency suggested that only two of these measures – faith-based engagement (B: α = .71, 
FU: α = .75) and diversity of friendship (B: α = .78, FU: α = .80) – had sufficiently high internal 
consistency. Only these two measures were therefore included in our analysis. 
3) Volunteering: Previous studies suggested that first generation immigrants find ways 
to integrate socially and politically into host society through associational membership and 
volunteer experiences (Handy and Greenspan, 2009). For immigrants wishing to integrate 
socially and economically into a host society, the decision to volunteer was found to be 
influenced by instrumental motives – that is, advancing one’s human and social capital, by the 
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social influence of peers to gain acceptance, and by religious beliefs either brought from the 
country of origin, or adopted upon arrival in the new country (Sinha et al., 2011).  
To operationalize this variable, participants were asked whether they had volunteered in 
the past 12 months for one or more of nine different fields of activity that commonly rely on 
volunteer labor: religion, health & welfare, sports or recreation, arts & culture, environment & 
animal welfare, ethnic organizations, neighborhood group, youth, and education (Salamon et al., 
2004). Response options were dichotomous (Yes/no). Scale items were aggregated into one 
variable volunteering for analysis. 
4) Self-efficacy is defined as beliefs “in one’s capabilities to organize and execute the 
courses of action required to produce given attainments” (Bandura, 1997, p. 3). Those beliefs 
also define motivation by forming aspirations, influencing choices of behavioral action, and 
shaping the expected outcome of personal efforts (Bandura, 1997; Chen et al., 2001). 
Individuals’ attitudes and beliefs were operationalized using a measure of self-efficacy as 
suggested by Bandura (1997). Using the 8-item New General Self-Efficacy Scale (Chen et al., 
2001), participants were asked about their ‘overall ability to perform successfully in different 
situations’ and about their confidence in the effectiveness of their actions (e.g. When facing 
difficult tasks, I am certain that I will accomplish them). All scale items were aggregated into a 
continuous variable of self-efficacy. Response options were on a 5-point Likert-scale ranging 
from strongly disagree to strongly agree; higher scores indicate higher self-efficacy. For our 
data, we find high internal consistency for items of self-efficacy in both baseline (α = .84) and 
follow up (α = .83). 
5) Quality of life was conceptualized as global quality of life that encompasses general 
satisfaction and happiness with life (Oleson, 1990). Items on this scale pertain to an individual’s 
relationship with family (e.g. How satisfied are you with your relationship with your family?), 
others are more related to life in general (e.g. relationships, personal health, life satisfaction). 
The variable was operationalized as an aggregation of a 10-item scale.  
Respondents were told, “We want to learn about your quality of life, your well-being, and 
the level of satisfaction in different situations in your life,” and were asked to respond to ten 
previously validated related statements. Response options ranged from could not be worse to 
could not be better on a 7-point Likert-scale. All items collapsed onto one component when 
using principal component analysis and achieved high internal consistency at both baseline and 
follow-up: α = .87. 
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6) Socio-demographic data were obtained from the SE’s official intake forms. Variables 
included age (in years); gender (female = 1, male = 0); marital status (single =1, not single = 
0); language (native English speakers = 1, non-native English speakers = 0); level of 
education completed (high school, college, university); immigration status (immigrants, non-
immigrants); and source of income (income security =1, without income security = 0).3 
 
Sample description:  
The sample (n=80) consists of respondents with complete data from both study phases: 
baseline (time 0) and follow-up (time 1). Of those, 63 are program participants, and 17 form the 
non-participant control group. In the full sample, 92% were female; their average age was 
almost 38 years; 51% were non-native English speakers; 63% were single; 64% were 
immigrants; 60% had a college degree or more; and the vast majority (93%) relied on income 
security from government social services or unemployment benefits (see Table 1). The sample 
is considered well educated, mirroring the overall demographics of immigrants to Canada 
(Statistics Canada, 2003).  
Accounting for sample limitations: The socio-demographic variables were not 
significantly different between participants and non-participants (p>.05; analysis available upon 
request). Furthermore, while there is potential bias due to the small sample size, non-response 
analysis (available upon request) reveals no significant differences between the sample and the 
larger population of program participants (p>.05). The lack of disparities in socio-demographic 
variables between the study group and the control group, and the representativeness of the 
sample despite its small size, offers validation our comparative method.  
- INSERT TABLE 1 ABOUT HERE - 
Analytical procedures:  
The usage of a pre-test/post-test control group study design enables us to compare 
training participants to a control group that did not participate in the job-training program 
(between-subjects estimate) and to compare participants over time (within-subjects estimate 
before and after the training program).  
We first conducted independent unpaired two-sample t-tests analyses to test whether 
program participants differed from non-participants on the study’s attitudinal and behavioural 
variables. Next, we ran paired t-tests to test whether within-group participants’ attitudinal and 
behavioural scores changed over time between time 0 (baseline) and time 1 (follow up). Due to 
                                               
3 Income security = Income from government social services and unemployment insurance. Without income security = All other 
options: employment, savings, family support and other. 
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small size (17 responses for non-participants), we do not present estimates of within-group 
change of the non-participant group. Instead, we added 1) an analysis of single items on the 
expectation and experiences measure over time; and 2) a qualitative component that report on 
participants’ expectations and experiences during and after the training intervention/program.  
Missing data were not problematic for individual items (< 15%), but when we combined 
the individual items to variables in order to conduct our analyses, the sample size dropped 
considerably. Therefore, we checked the accuracy of our results through multiple imputation 
using chained equations based on 10 imputations. Imputation results were not different from the 
listwise deletion results, hence we report on the listwise deletion results only.  
All analyses were done using STATA 13.  
Results 
As shown in Table 2, between-subjects comparison of training participants and non-
participants on the behavioral and attitudinal variables indicated no significant differences 
between the groups neither at Time 0 (baseline) nor at Time 1 (6-months follow-up). For 
instance, the mean value of 4.30 for participants’ outcome expectations did not differ from a 
mean value of 4.08 for outcome expectations of non-participants (t(55) = -1.25, p =.22). Two 
variables – quality of life and faith-based engagement – were bordering significance, in favor of 
the participant group. However, these borderline significant differences are not reflected again 
at follow-up. Thus, we concluded that the two groups of training participants and non-
participants were similar in their diversity of friendships, faith-based engagement, quality of life, 
self-efficacy, volunteering behavior and outcome expectations. Given this finding, we cannot say 
whether or not job-training program attendance (treatment) had an impact when comparing the 
two groups. 
- INSERT TABLE 2 ABOUT HERE - 
The main goal of this paper is to determine whether, and to what extent, participants’ 
pre-training attitudinal and behavioral expectations other than finding a job are met when 
matched with actual experiences following the completion of the training intervention. To 
accomplish this goal, baseline and follow-up participant scores were compared for attitudinal 
and behavioral study variables. While we find statistically significant differences between 
baseline and follow-up on two measures, the differences were contrary to our expectations. 
 Findings show that training students’ score worsened between Time 0 and Time 1 on 
measures of faith-based engagement and overall outcome expectations (see Table 3). For 
instance, respondents’ faith-based engagement (items are “attended religious services” and 
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“donated to church, temple or other religious causes”) significantly decreased from a mean 
value of 3.55 prior to the training to a mean value of 3.21 at the end of the training (t(56) = 2.22, 
p = .03). Concerning the expectation measure, findings indicate that training participants had 
higher expectation before attending the job-training program compared to after participating. 
Whereas their mean baseline score was as high as 4.31, their follow-up score decreased to 
3.73 (t(41)=5.29, p ≤ .0001).  
The finding that pre-training expectations were significantly higher than outcome 
experiences for the participants warrants further investigation. In order to get a better sense on 
unmet expectations, the 14 expectation / experience items were tested individually for 
differences over time (between baseline and follow-up). As seen in Table 4, 9 out of the 14 
items are significantly different over time, meaning that on these items participants’ scored lower 
at follow-up time compared to baseline time.  
At baseline, participants were confident and had high expectation that they will find a job 
after program completion (M = 4.77). However, finding a job turned out to be more a challenging 
and time-consuming task for participants while attending the tail end of the training program 
(M=4.49). It seems that the high expectations at the entry point were not met, as participants 
were confronted with challenges. The three subsequent items (2-4) that had the next highest 
mean scores at baseline (high expectations) and pertain to individuals’ feelings about 
themselves were a not met. Participants, findings suggest, did not perceive that they gained 
more independence or were more effective in accomplishing things at the end of the training 
program. In line with the theory: when expectations were lower, difficult experiences were still 
less disappointing. At baseline, issues related to family, crisis, and feeling at home in the host 
country, had lower score but at follow-up, after 6-months experience was not as disappointing, 
however, differences between those times were not significant (items 11, 12 and 14, n.s.). 
- INSERT TABLE 4 ABOUT HERE - 
4) Qualitative Data Analysis: To further explain the difference between expectations and 
experiences of the training participants, we conducted a qualitative follow up study consisting of 
two focus groups conducted a year after program completion. Thirty-five potential participants 
were invited by staff at the SE to participate in the focus groups; five individuals eventually 
attended two focus group occasions. In addition, we conducted four in-depth interviews (about 
1.5 years after program completion), There were eight individuals invited to participate in a face-
to-face interview, of which four were able to attend.  
Participants’ age ranged between 30 and 56. Eight participants were female; one male. 
Three had an immigrant background (1st and 2nd generation) while six were Canadian-born. 
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Eight participants had attended (but not necessarily completed) professional training at a 
college, one held a university degree. Six of the female participants had children. Five 
participants attended the office administration program, three were graduates of the medical 
reception program and one took the computerized accounting program. Eight participants found 
employment after the program (although not everyone worked in the specific field that they were 
trained for at the SE); some have lost their jobs in the year subsequent to the training but three 
interviewees had kept their employment at time of the interview/focus groups. All interviews 
were conduced using the same semi-structured interview guide; they were digitally recorded 
after participants’ consent and then transcribed. Analytic induction and constant comparison 
strategies were used to elicit common themes in the transcripts (Glaser & Strauss, 1967).  
Qualitative Findings: We present here three themes that emerged from the analysis that 
relate to participant’s expectations of the job training program and their experiences: 1) high, 
maybe too high, expectations prior to the program, 2) some mixed experiences during the 
program, and 3) successes and uncertainties after program attendance.  
1) Expectations prior to the program: The participants had several concrete goals and 
high expectations upon joining the job-training program at the SE. These high hopes were 
reflected in the quantitative results with an outcome expectation score as high as 4.33 out of 5. 
It seems as if being able to attend the job-training program and to have the opportunity for 
improving their situation sparked motivation and hope among participants.  
“I’ve been in a situation where it’s been difficult for me to think about big ideas. I tend to 
be really focused on my current situation and seeing beyond that hasn’t been easy so all 
I’ve been able to say to myself for the last couple of years is ‘I want a fulltime job’. I just 
want to make enough money and, and, and I think, and I didn’t realize it at the time, but I 
think thinking that way is part of the reason why I’m still kind of stuck because unless you 
have a plan, it’s really difficult to move beyond no matter how much you want to. […] But 
in order to get the basic necessities I need to stop thinking about how much I need to get 
the basic necessities and try to think beyond them and what I would like to do” (IW1).  
As all participants were recipients of government welfare benefits, their most pertinent 
goal was to upgrade their professional skills, which ultimately would enable them to access 
again the labour market and leave behind the social welfare system. As a male participant 
elaborated on:  
“My prime goal was to upgrade my skills so that I would be more employable. […] 
Basically become a professional, fully professional person who would be able to fulfill my 
potential abilities” (IW6). 
Similarly, another participant expanded on her expectations:  
“I had been desperate to get more education. I had completed a college program 
beforehand that really didn’t go anywhere. And I had just gone on the [social welfare] 
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system and I didn’t want to be on it for very long. I wanted to use it for its purpose and 
then get off of it as fast as I could. […] I think, you know, the more education you have, 
the better” (IW1). 
The mothers among the participants were stay-at-home mothers for extended periods of 
time (2-17 years). These women expected the program to help them transitioning from home-
based caretaking to self-reliant and independent employees.   
“I have no paper education. That’s why this school is important for me. [...]. After being at 
home for five years, I needed something and this was the something” (IW3). 
The training program was seen as a route to “more regular 9-5 [working] hours” (IW9) 
that would enable them to balance caretaking duties and work responsibilities. One woman 
pointed out that she wanted to provide a good example for her children. As they grew older, 
they were  
“[…] asking me questions and I kind of wanted to upgrade myself but to show my kids as 
well that age doesn’t matter, education is there for life and if I can do it, then they 
certainly can” (IW4). 
While the quantitative analysis focused on expectations beyond the job market, we find 
in the qualitative account that participants have had more short-term, employment-related 
expectations on their mind. Job-training participants expected improved economic stability for 
themselves and their families after obtaining additional certification at the SE. Some of these 
expectations were met, others, however, the more long-term behavioural goals remained 
unmet. This is indicated in the quantitative analysis, which contrasts the initial expectations with 
the actual experiences during and after the training program.  
2) Mixed experiences during the program: Overall, participants were very satisfied with 
the job-training program and regarded the SE as “a safe place” (IW2) because staff members 
were perceived as accommodating and helpful during program attendance and post graduation. 
Especially related to support with job applications, participants felt that staff would be “more 
than happy to offer help which is something you don’t really get other places” (IW1). As the 
program was perceived a “very good opportunity” (IW5) for women in general and immigrant 
women in particular, the focus on this target population was highly appreciated as the following 
quote illustrates:  
“It’s a challenge when you come here because we are not like students in that sense 
anymore. We’re women. We’re mature. We’re older. But a lot of us, you know, the 
immigrant aspect and newcomers part of it, that’s even worse. […] Yes because we have 
that challenge too like when, you know, the older you are you take the, the program, you 
take the training. Yes, you go back to school but then because your age, it does play a 
factor, so that’s where a lot of difficulties come in as well. […]. But then when you come 
here, and get all the extra help that you don’t get at a regular post-secondary institution, 
that’s what makes a big difference because that’s why SE is so successful in that 
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because they do take that extra five or ten steps one on one and they take that time and 
they don’t give up on you”. 
To some extent, participants became emotionally attached to the SE and the staff 
members during the course of the program, because they felt staff members “put their heart in 
it, they believe what they’re doing, and they love what they’re doing” (IW8). As such, staff 
members went above and beyond expectations to help participants succeed.   
“That’s why I love the school so much is because of the extra stuff that we got here as 
students. Like if it were, if it had just been the course itself, I may not have decided to 
come […] here today to talk to you, but it is the other things that if, that come part and 
parcel with the education that make this place worthwhile” (IW1). 
Staff members were seen as fundamental resource that contributed to the strong 
feelings that participants expressed about the SE. 
A more nuanced set of experiences emerged related to the specific content of the job-
training program and the relationship to the instructors. Some highly valued the specific content 
knowledge such as “medical terminology” (IW9) or “medical billing” (IW8), and participants 
agreed that the computer skills, such as Microsoft office, were invaluable to them enabling them 
to change from “hating to loving” (IW8) the specific tools. Moreover, they experienced a “sort of 
a family-like feel to every course” (IW6), sparked by the “free-flowing conversation between 
teachers and the students [which were] very informal and very productive” (IW6).  
Others, however, were more critical, particularly in relation to the up-to-datedness of the 
course contents and the administration of the mandatory six-week internship. For example, one 
participant was critical about the applicability of the acquired skills to the real-life job situation.  
“I cannot really say anything that is negative […], but I probably would suggest that there 
are certain topics that are of no consequence to the contemporary labor field. Like, for 
instance, we spent a lot of time on Meridian telephone system […which] apparently is not 
even used in organizations. So, I think probably, what the SE has to look […] critically at 
what is obsolete, what is irrelevant, and probably replace it with different programs” 
(IW6).  
Another point that sparked rather negative feelings among the informants was the 
administration of the internship. Training participants were dissatisfied with the time frame that 
they had to apply for the mandatory six-week internship that completed their training. Instructors 
only encouraged training participants to reach out to potential placements sites “until the very 
end [of the program] up until like a week before” (IW3) the official start of the internship. 
Participants felt that “it would have been better had they mentioned finding placement near the 
beginning of the program” (IW1). As outlined above, participants encountered unexpected 
challenges during their program attendance that they had not foreseen upon program 
enrolment.  
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3) Successes and uncertainties after program attendance 
Participants’ experiences after program attendance can be divided into successes and 
uncertainties. Eight participants found employment shortly after graduation pointing to program 
efficacy on the direct goal of job placement. Participants clearly linked program attendance to 
their success on the labour market, which “proves that the school actually does wonderful 
things, right things, by training students” (IW6). Another participant added:  
“I got work because I was able to finish the program and I worked for a year before I went 
back to school and that was an administrative position” (IW3). 
As a result of their changed employment situations, “jumping from practically a very 
limited, small income to a really sizeable salary” (IW6), participants were able to afford certain 
amenities previously unattainable to them such as having a car, taking more courses or 
returning to hobbies. Being able to afford things and to manage “finances a little better” (IW7) 
gave participants the feeling that they improved themselves.  
“Basically it enabled me to do more things, not to be so tight with my money as I was 
before. Like, before I literally had to-- I would know exactly how much I’m spending on 
this and that, but now I go out and if I see something and if it’s $20, I could get it. I’m able 
to do more things with my daughter which is great, without watching money so closely” 
(IW9). 
In terms of the expectation to upgrade their skills, most of the participants expressed 
positive views concerning the content and skills they acquired over the course of the program.  
“The main skills that the SE gave me were actually for exactly what the [employer name] 
required. It’s … office skills; it’s software skills and many other skills that I brought to the 
team” (IW6).  
Besides these more tangible successes, participants pointed to other, less tangible, 
aspects that they perceived to be a consequence of having taken the job-training program. One 
of the most pronounced themes was the improvement in confidence that participants 
experienced over the course of the program.  
“Let’s put it this way: when I was on social assistance, my confidence level went down. 
When I came to SE, the whole atmosphere helped me to gain this sort of, not self-
respect, I never lost self-respect, but a level of confidence, I believe. So, when I was 
employed after SE, I think probably I started to grow in a spiritual sense more. I had more 
sense of security. I knew what I was doing. I was sort of, like, felt like a self-made man, 
somebody who achieved something in life. [...] SE, yes, did help enormously in that, 
because actually that confidence level started to grow as I progressed through the 
program, and it just continued as I became employed” (IW6). 
Participants acknowledged, however, that the amount of increase in confidence might 
depend on individual differences as some “came in [as] pretty confident person but there were a 
lot of students that didn’t “ (IW1). Overall though, given the specific focus on learning practical 
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skills such as sustaining in a job interview, participants are “more confident when [going] into an 
interview situation because of the school” (IW1). Participants felt “prepared for the [actual job] 
interview with the help of the employment counsellors” (IW5); the experiences during various 
mock interviews enabled participants to face and succeed in real job interviews.  
Besides these success stories, participants also struggled with uncertainties after 
program graduation. While the six-week internship was regarded as a “good opportunity” (IW1) 
to get some work experience, it might only provide limited exposure and not enough work 
experiences as ideally needed on an increasingly competitive labour market.  
“It’s a huge obstacle. The education is important, but it’s the actual work experience that 
becomes a really big obstacle; if you don’t have that work experience, leaving school, 
even though you have the six-week internship and you learned a lot of your internship, if 
a job doesn’t come out of your internship, you’re kind of scrambling to find something […] 
Nobody really wanted to hire me because they saw I had this internship that I did with the 
program but aside from those six weeks, there was no previous experience in 
administration and due to the economic state Canada is in right now, the employers have 
the luxury of saying ‘you know, we want somebody with three years experience coming 
into this position; we don’t want somebody brand new’.  And on my resume, although, 
you know, all of my transferable skills are there, that wasn’t enough” (IW1).   
Those participants who encountered difficulties during their job search attributed their 
difficulties in part to the lack of access the SE was providing them to potential employers.  
“I wish they had more hookups with, like, jobs, more contracts with jobs, so that when we 
left the program, we would, like, get a job. That after we finish school, we’re automatically 
set up with people that allows us to, as soon as we’re finished, that we get a job. That 
was, that’s what I would like. Because I’m still looking. I still haven’t found anything yet, 
and it’s been two years” (IW7). 
This experience clearly was contrary to their initial expectations and hopes for finding 
employment and for a more stable economic situation. Participants at times lived “from pay 
check to pay check” (IW9) not knowing when or if they would be successful with their job 
search, which led to feelings of frustration.  
“It’s just really frustrating when you’re applying for so many jobs and tweaking your 
resume for each job that you apply for and nobody calls you back. Or you go for the 
interview, and you don’t get it, and you think you did so great, because they already had 
somebody in mind who they were already going to hire, like, things like that. Those are 
some of the obstacles. There’s job interviews that I thought I got the job for when I 
walked out of there and was so disappointed when I realized I hadn’t. But that’s just life. 
And those were some of the obstacles that I’ve dealt with” (IW9). 
Based on the qualitative data we can say that some of the experiences during the job-
training program matched the previously held expectations. Others, however, might have been 
too high or unrealistic, such as the expectation of finding a job requiring the newly acquired skill 
set right after program participation, which did not match their actual experiences during job 
search. Boosts in confidence and self-efficacy were other behavioural and attitudinal changes 
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that participants acknowledged and these can be considered positive, previously unanticipated, 
spill-over effects of the program into the personal lives of the participants.  
Discussion and Conclusions 
This study investigated the pre-training expectations compared to post-training 
experiences of an immigrant-dominated population accessing job-training and skills-building 
services at a work integration SE. Whereas the literature on met expectations is robust in 
organizational psychology and on immigrants’ pre-migration expectations and discrepancies to 
actual experiences, this study used it in a different way in understanding social impact of social 
enterprises. Given the population of interest – an immigrant-dominated population consisting of 
unemployed and underemployed immigrants to Canada – this study looked at their expectations 
before starting job-training and skills-building programs, which would provide them with skills 
training, work experience, and ultimately help them entering the labor market. Taking this angle 
is important, since immigrants face various barriers during integration into the host society 
before actually entering the labor market. Most often, they utilize job-training and skills-building 
services that provide them with needed skills, work experience, and knowledge about the host 
country.  
We also focused on the perceptions of the clients towards the programs offered by a 
Canadian SE. The incorporation of subjective assessments into the measurement of social 
impact has been mostly absent in previous studies. If the clients’ perspective is taken into 
account, social enterprises will be able to also account for the intangibles they are promoting in 
their mission: In this case, it is to prepare clients to fully participate in Canadian society by 
providing skills training, work experience, and settlement services that ultimately lead to 
employment. Hence, although the outcome of whether an individual gets employment or not 
after the training programs is relatively easy to measure, this research shows that adding the 
client perspective allows us to determine the softer outcomes, such as of building social 
networks, increasing self efficacy, that make it easy for immigrants to settle in their host 
countries.  This research, thus adds to the body of knowledge on how to better understand the 
holistic social value of social enterprises.  
Similar to previous research on met expectations, we find discrepancies between 
experiences and expectations for participants in job-training and skills-building programs at the 
SE. In particular, we find reduced scores on faith-based engagement and outcome 
expectations. Potential explanations for reduced scores in faith-based engagement might be 
due to the fact that participating in the training has its attendant time and out of pocket costs 
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and, therefore, training participants have fewer resources in form of time (to attend religious 
service) and money (to donate to religious causes).  
In terms of reduced outcome expectation scores, we reason that when outcome 
expectations were higher, so were the disappointments and actual experiences. Potential 
reasons might lie in the timing of the two data collection points. The baseline survey has been 
filled out after the information sessions, when participants are going through the application 
process. According to staff at the SE, at this stage they are in an optimistic frame of mind. They 
are excited about the prospect of getting into the program and the potential for building a better 
life. Similarly the follow-up data had been collected 6 months past baseline, shortly before 
concluding the program, which might be too early to reliably assess participants’ experiences. 
Training participants at that time are preoccupied with exams and there may also be some 
insecurity associated with the imminent conclusion of the training program.  
During the program, participants have a secure and relatively friendly place to come to, 
something that structures their day and daily access to a network of friends, classmates, and 
instructors. Shortly before concluding the job-training and skills-building program, they are about 
to experience a loss of these ties and maybe anxious to face the real world and prospects of 
finding a job. Furthermore, at the time of data collection not much might have changed in their 
lives in terms of meeting their expectation of finding employment. And, anxiety to find full time 
employment may temporarily obfuscate the other positive changes they may have experienced. 
Furthermore, participants’ expectations might be too high and unrealistic when entering the 
training programs. This finding is similar to previous research on pre-migration expectations and 
subsequent experiences of immigrants (Mähönen et al., 2013; Negy et al., 2009).  
To avoid participants starting the job-training and skills-building programs with unrealistic 
expectations, it might be helpful to provide more realistic previews of the job-training and skills-
building programs and the outcomes that might be achievable after successful completion of the 
program. Similar to realistic job previews in the field of organizational psychology, a tool that 
was designed for newly hired employees to target unrealistic expectations and reduce any 
dissatisfaction likely to occur (Wanous, 1989), SEs in general and our case study SE in 
particular, might want to create positive but realistic expectations during information sessions, 
whereby all relevant aspects of the job-training and skills-building program are made known to 
interested individuals (Caligiuri et al., 2001). Even more so it might be important to point out the 
required efforts needed on behalf of clients in order to successfully find employment.  
As recommended by Mähönen et al. (2013), lowering expectations in order to be 
exceeded by the experiences might be counterproductive; therefore our case SE should focus 
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on conveying positive but more realistic expectations. Furthermore, we suggest that the SE 
might want to integrate a counselling component into their training that helps participants to 
alleviate fears of leaving the secure and friendly environment to enter the Canadian labour 
market. It might also be beneficial to the SE to collaborate with other social enterprises to further 
support their clients (e.g. social enterprises that help women with finding free suitable clothing 
for job interviews and during their first weeks at work). 
It might also be useful for the SE to stress the softer and less tangible benefits of being 
in the program, such as making new friends and giving newcomers a sense of family. In 
providing six month support after the program is a good time to build those supportive networks 
and introduce peer mentorship models (with successful alumni) when participants are facing the 
anxiety of venturing out into the real world looking for employment. 
Our qualitative findings highlight additional changes in participants’ confidence and self-
efficacy levels as well as spillover effects after having obtained employment such as being able 
to pay for leisure activities. These findings provide a more nuanced insight into the individuals’ 
lives after program graduation and supplement the quantitative findings. Interestingly, these 
findings correspond to our quantitative data, which also revealed an increase in participants’ 
means self-efficacy scores, although differences were not statistically significant (table 5).  
This study is not without limitations. First, the sample is relatively small, especially in the 
control group. The population under study largely consisted of individuals, who were 
unemployed or underemployed.  It is generally difficult to follow up this clientele and even more 
so for members of the control group, since they had insufficient incentive to respond to the 
follow up survey. Moreover, sample selection is not entirely random. Participants go through two 
selection processes: self-selection (they decide to register for the training after the information 
session) and selection by the SE (application of enrolment criteria due to a limited number of 
places). Non-participants are therefore those people who decided not to participate, or were 
excluded by the organisers. This suggests that participants and non-participants might have 
certain different characteristics that could bias the results4. Finally, as suggested earlier, the 
timing of the follow-up data collection – during the last week of the training program – might 
have influenced the results. At this point in time, not much might have changed in individuals’ 
lives. In order to investigate the long-term outcomes of the program, it would be valuable to 
collect data from participants at a later point in time (e.g. 12 months after baseline). In terms of 
                                               
4 We thank an anonymous reviewer for pointing out this limitation.  
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further research, a hypothesis worth exploring is whether the expectation-experience gap 
diminishes after a period of time when the immigrants had greater opportunities to find a job. 
Despite these limitations, the study provides some interesting findings, which illustrates 
the importance of integrating clients’ subjective assessment of met expectations for 
understanding social enterprises. These entities can only achieve their social purpose, if they 
are aware of client expectations and can assuage unrealistic expectations as well as provide 
relevant services to serve their clients and give them experiences in line with their expectations 
in order that improve their lives.  
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Table 1 – Sample socio-demographic characteristics: full sample, participants & non-
participants 
 Values  Full sample (n=80) 
Participants 
(n=63) 
Non-participants 
(n=17) 
Age (mean) 18-61 37.60 (11.43) 37.09 (10.83) 39.63 (13.80) 
Gender Female 92.31 93.55 87.50 
Male 7.69 6.45 12.50 
Marital Status Single 63.29 61.90 68.75 
Not Single 36.71 38.10 31.25 
Language English 49.32 50.88 43.75 
Not English 50.68 49.12 56.25 
Level of Education 
completed 
≤ high school 40.26 40.98 37.50 
≤ college 38.96 37.70 43.75 
≥ university  20.78 21.31 18.75 
Immigrant Status Immigrants 64.0 64.41 62.50 
Non-Immigrants 36.0 35.59 37.50 
Income Income Security 93.06 94.64 87.50 
Other 6.94 5.36 12.50 
Note: Participants and non-participants were not different from each other (p>.05) on any of the measured 
socio-demographic characteristics. Some variables had missing values. 
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Table 2 –Between-groups comparison of attitudinal and behavioral variables of participants and 
non-participants at baseline and follow-up 
 Values Participants (n=63) 
Non-participants 
(n=17) Test of Independence 
AT BASELINE (Time 0)     
Self-efficacy 1-5 4.25 (.47) 4.18 (.51) t(71) = -0.46, p = .65 
Quality of Life 1-7 4.99 (.94) 4.51 (1.17) t(69) = -1.68, p = .10 
Diversity of Friendships 1-5 2.49 (1.26) 2.56 (1.20) t(75) = 0.20, p = .84 
Faith-based Engagement 1-5 3.55 (1.17) 2.94 (1.75) t(74) = -1.68, p = .10 
Volunteering 0-1 0.24 (.25) 0.33 (.30) t(66) = 1.11, p = .27 
Outcome Expectations 1-5 4.30 (.54) 4.08 (.63) t(55) = -1.25, p =.22 
AT 6-MONTHS FOLLOW-UP (Time 1)   
Self-efficacy 1-5 4.26 (.50) 4.11 (.51) t(75) = -1.13, p = .26 
Quality of Life 1-7 4.92 (.95) 5.29 (1.06) t(73) = 1.32, p = .19 
Diversity of Friendships 1-5 2.50 (1.15) 2.34 (1.46) t(76) = -0.46, p = .65 
Faith-based Engagement 1-5 3.25 (1.39) 3.11 (1.47) t(76) = -0.33, p = .74 
Volunteering 0-1 0.30 (.24) 0.39 (.36) t(70) = 1.23, p = .22 
Outcome Expectations 1-5 3.78 (.55) 3.80 (.57) t(69) = 0.15, p = .88 
Note: Values are means with standard deviations in brackets. Sample size changes due to missing 
values.  
 
 
Table 3 – Within-group change in attitudinal and behavioral scores over time 
 Range Baseline Follow-up Test of Mean Differences 
PARTICIPANTS (n=63)    
Self-efficacy 1-5 4.25 (.48) 4.29 (.49)   + t(57) = -0.66, p = .51 
Quality of Life 1-7 5.01 (.90) 4.98 (.95)     - t(52) = 0.30, p = .76 
Diversity of Friendships  1-5 2.45 (1.22) 2.51 (1.16)  + t(58) = -0.46, p = .65 
Faith-based Engagement 1-5 3.55 (1.19) 3.21 (1.36)  - t(56) = 2.22, p = .03 
Volunteering 0-1 0.23 (.25) 0.27 (.23)   + t(48) = -1.12, p = .27 
Outcome Expectations 1-5 4.31 (.55) 3.73 (.60)   - t(41) = 5.29, p ≤ .0001 
Note: Values are means with standard deviations in brackets. Sample size changes due to missing 
values.  
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Table 4 – Score differences of participants’ outcome expectations / experience items 
 Baseline: expectation 
Follow-up: 
experience Test of Independence 
1) I am confident that I will find a job 4.77 (.57) 4.49 (.66) t(56)=2.59, p = .0122 
2) I have become more independent. 4.64 (.54) 3.57 (1.11) t(56)=6.30, p ≤ .0001 
3) I am more effective in getting what I 
need. 4.57 (.56) 3.78 (.92) t(56)=5.55, p ≤ .0001 
4) I feel better about myself. 4.55 (.56) 4.05 (.85) t(56)=3.88, p = .0003 
5) I do better at learning new things. 4.32 (.78) 4.18 (.68) t(56)=1.38, p = .17 
6) I do better in new social situations. 4.31 (.81) 3.65 (.86) t(55)=4.12, p = .0001 
7) My housing situation is improved. 4.31 (.75) 2.66 (1.12) t(55)=9.14, p ≤ .0001 
8) I do more in my free time. 4.31 (.63) 3.58 (.80) t(54)=4.99, p ≤ .0001 
9) I deal more effectively with daily 
problems. 4.21 (.71) 3.72 (.68) t(54)=4.19, p = .0001 
10) I am more able to ask questions to 
people in authority. 4.07 (.81) 3.77 (1.04) t(51)=1.96, p = .0554 
11) I am better able to deal with crisis. 4.05 (.93) 3.87 (.76) t(56)=1.22, p = .22 
12) I feel more at home in Canada. 4.04 (.89) 4.01 (.88) t(49)=0.19, p = .85 
13) I deal better with people and situations 
that used to be a problem for me. 4.04 (.91) 3.57 (.93) t(54)=2.91, p = .0052 
14) I get along better with my family. 3.85 (1.06) 3.59 (.96) t(53)=1.28, p = .21 
 
Notes: 1. Statistically significant results p < .05 are shown in bold & italics. 2. Item wording as on follow-up survey. 3. 
All scores on a scale of 1-5; 4. For ease of interpretation, items are ordered according to their highest mean scores at 
baseline. 
